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ABSTRACT

The administrative placement option of special education

teachers was investigated as a source of job satisfaction.

The

administrative placement options investigated were the cellular
administrative placement option (the self-contained classroom)
and the noncellular administrative placement option(the resource

room).

The Job Descriptive Index was employed.

Scores were

computed relative to five measures: work on the job, present pay.

opportunities for promotion, supervision on the job, people on

the job.

An overall job satisfaction score was also computed for

each person.

In addition to job satisfaction, this study investigated

the level of work interdependence of special education teachers
working in cellular administrative placement options and those
working in noncellular administrative placement options.
It was hypothesized that there would be no significant dif
ferences between special educators in the cellular administrative

placement option and those in the noncellular administrative
placement option on the five measures.

It was also hypothesized

that there would be no significant difference on the overall

job satisfaction of these two groups.

In addition to the six hypotheses relative to job satisfac
tion it was hypothesized that there would be no significant
differences relative to level of work interdependence of these

two groups of special educators.
A Multivariate Analysis of Variance (MANOVA) was employed

to test the six null hypothesis relative to job satisfaction. All
were retained.

A Mann-Whitney U Test was employed to test the

null hypothesis relative to interdependence level.

It was re

jected because the statistical analysis indicated the existence
of a significant difference between the level of work interde
pendence of special educators working in these two administrative

placement options.
A Duncan Multiple Range Test was employed to determine if a

significant difference existed relative to the score on the five
measures when treating the two groups as one homogeneous group.
A significant difference was reported for two clusters of the

fi ve-measures.

One cluster was comprised of responses to measures

of work on the job, people on the job and supervision on the job.
The second cluster was comprised of responses to measures of

present pay and opportunities for promotion.
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Chapter I
INTRODUCTION
Research dealing with the relationship between job satis

faction and work-group relationships in business and industrial

organizations reveals that work-group relationships figure prom
inently as a factor in studies pertaining to job satisfaction.!

In support of these findings Hertzberg, Mausner, and Snyderman

concluded in their comprehensive review of the literature that
social interaction does provide a significant source of job
satisfaction for employees.

According to a more recent review

of the literature by Gruneberg:
The need for social interaction with others is one of
the basic lower order forms put forth by Maslow, and there
are a number of studies showing the demoralizing effects
of social isolation in work situations. Walker and Guest,
for example, showed that individuals isolated from others
because of the design of the job tended to be more dis
satisfied with their jobs than others. Furthermore, a study
by VanZelst (1952) shows that where individuals are allowed
to increase the social satisfaction they derive from their
work, this increases job satisfaction.... Certainly, the
findings of Cross and Warr (1971) indicate that where work
groups are constituted in terms of similar levels of skill
of individuals, satisfaction and productivity increase.3

Fuller and Miskel support the importance of work-group re-

,1ations
. .
.4

Ninety-one percent of their sample of 504 educators

listed the importance of working well with others on the job.
And more than sixty percent indicated other work-group relation

ships as important.

2
It is interesting to note that while a plethora of research

is available regarding job satisfaction within the business and
industrial sectors, little attention has been directed at studies
dealing with employees in the human-services fields.

Sa rata in

his recent study concerning employee satisfaction in agencies
serving certain special students provided the following data:
However, fewer than 20 empirical studies of employee
satisfaction^ within the human service fields have been
reported....J
This finding is further compounded by -the fact that there
is a need to generate empirical studies relative to the job satis

faction of teachers in the public school organization, particular

ly those teachers involved in serving special students in various

administrative placement options ■ in order to alter the organization to
bring about job satisfaction.

The public school throughout our history has

fbced the challenge of educating special students.

Special students

are defined by Kirk as follows:
...as ine child who deviates from the average or normal
child (1) in mental characteristics, (2) in sensory abilities
(3) in neuromuscular or physical characteristics, (4) in
social or emotional behavior, (5) in communication abilities,
or (6) in multiple handicaps to such an extent that he re
quires a modification of school practices, or special edu
cational services in order to develop to his maximum
capaci ty
Prior to the 1950‘s special educators served special! sti^ents

in isolated, cellular administrative placement options.

This

special education placement primarily consisted of educating the
special student in a self-contained special education classroom

in a regular school building or in a special day school which
enrolled only special education students.

Both administrative

i
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placement options provided little, if any, interaction with
the child's nonhandicapped peers in the regular education mainstream.?

During the decade from the mid-1960s to the mid-1970s in
volvement by the federal government contributed to substantial
changes in special education, especially in terms of administra

tive placement options for special students.

Today, Public Law

94-142 (The Education For All Handicapped Children Act of 1975)
has mandated that public schools are required to provide a free

and appropriate education for all handicapped children in the

least restrictive environment.

Public schools have responded

to the federal mandate by increasingly providing administrative
placement options for special students in which they are taught
within regular classrooms whenever feasible.

This practice of

providing educational opportunities for special students within
the regular education program is referred to as mainstreaming.
The milder the disability, the more feasible it is to serve the

special child within the regular education mainstream. 8

The professional literature reveals that there are a number
of administrative placement options utilized by the educational

organization to serve special students.9

According to Lombardo,

they include the following major options.
Level One.

In this administrative option the special student

is primarily served by the regular educator.

Here the special

student is provided with direct services from the regular educa
tor and only indirect special education services (if needed)

4

from the special education consultant or specialist.

Level Two.

This administrative placement option provides the

special student with direct regular education services as well as
direct special education services.

The resource room program is

an example of this administrative option.

Here the responsibility

for serving the special student is shared between the regular edu
cator and special educator in a noncellular program.

Level Three.

In this placement option the special student re

ceives direct special services from the special educator.

The isolat

ed, self-contained special classroom is representative of this admini
strative placement option.

In this program, responsibility for serv

ing the special student is primarily given to the special education

teacher. Little, if any, interaction with the regular education pro

gram is provided.
Statement of the Problem
Administrators have been given a federal mandate to provide a

variety of administrative placement options for special students in
order to insure a least restrictive environment. Yet there is a lack

of an empirical base relative to employee satisfactions of profes
sionals serving special students upon which administrators may refer

for insights and information relative to these personnel and their
administrative placements.

This study is designed to ameliorate this

problem by providing empirical data relative to job satisfactions and

work interdependence of special educators working in the two most

prevalent special education placements.
Presently the public school organization has been given a feder

al mandate to provide a variety of administrative placement options
for special students in order to provide a least restrictive environ-

5
ment. -^Resultantly, school administrators have been given the responsi-

bility for making sure that a variety of free and appropriate administrative placement options are available to special students. 12 The
professional literature indicates a need to provide administrators

with an empirical base relative to

employee satisfactions of profes-

sionals serving special students. 13 The present study has a two-fold
purpose in addressing this problem.

The first major purpose of this

study is to refine and possibly revise the theoretical assumptions pro

posed in Sarata ‘ s review of the research concerning the importance of

job satisfaction of professionals working with handicapped populations:
It has long been assumed that employee morale or satisfac
tion can influence employee performance and organization effec
tiveness. The extensive research concerning the antecedents and
correlates of employee satisfaction within the industrial sec
tor have been reviewed by numerous writers (e.g. Hackman, 1969;
Herzberg, Mausner, Peterscn Capwell. 1957; Sarata, 1971; Vroom,
1964). 14 '

The second major purpose of this study is to provide theoreti
cally based research on job satisfaction.

According to Lawler "rela-

tively little theoretically based research has been done on satisfac-

tion".15

Smith, Kendall, Hulin indicate that

H

the improvement of

satisfaction is of humanitarian value...satisfaction is a legitimate

goal in itself.
A review of the professional literature indicates that the major
ity of research dealing with employee job satisfaction has focused on

“object changing" functions of business and industrial organizations
as opposed to "people changing functions which are the primary mission

of the school organization.In addition, the interest in research to
date within the school organization has focused primarily upon the job

7
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satisfaction of regular educators and administrators.
The paucity of research relative to special education was
recognized by the President’s Panel on Mental Retardation in 1964.

Yet, ten years later Sarata reported the emergence of less than
twenty empirical studies of employee satisfaction within human
service fields.^

During the subsequent decade the professional

literature reflects a continued dearth of empirical data relative to
job satisfaction of special educators.

The present study is design

ed to ameliorate this problem by providing empirical data
relative to

job satisfaction of special educators. More specifically

it is designed to investigate the job satisfaction of teachers work
ing in the two most prevalent special education placements.

These

placements include cellular (self-contained) and the noncellular

(resource room) administrative placements.

This study is designed

to answer the following major research questions.

1.

Will there be a significant difference between the job

satisfaction of special educators working in a cellular administra
tive placement option and those working in a noncellular adminis

trative placement option?
2.

Will there be a significant difference between the level

of work interdependence of special educators working in a cellular
and noncellular administrative placement option?

3.

of pay

Will there be a significant difference between the level
satisfaction of special educators working in a cellular

administrative placement option and those working in a noncellular
administrative placement option?
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4.

Will there be a significant difference between the level

of satisfaction with the nature of the job of special educators

working in a cellular administrative placement option and those
working in a noncellular administrative placement option?
5.

Will there be a significant difference between the level

of satisfaction with supervision of special educators working in
a cellular administrative placement option and those working in
a noncellular administrative placement option?
6. Will there be a significant difference between the level
of satisfaction with

co-workers of special educators working in

a cellular administrative placement option and those working in

a noncellular administrative placement option?
7.

Will there be a significant difference between the level

of satisfaction with promotion potential of special educators work
ing in a cellular administrative placement option and those work

ing in a noncellular administrative placement option?

Limi tations

The population selected for this study was restricted to

special education teachers presently working in resource rooms
and self-contained special classrooms.The population of teachers

in this study primarily serve those special students classified

as special learning disabled, mentally retarded and behaviorally
di sordered.

Resultantly, caution should be exercised in general-

izing the results of this study to other personnel working in

other special education administrative placement options.
addition, the population of special education

In

teachers in

resource rooms and self-contained special classrooms were concurrently

8

enrolled in graduate classes in the Special Education Program at the
West Virginia College of Graduate Studies, Institute, West Virginia.

The

W.V. College of Graduate Studies serves graduate students residing in a 16
county region in the southern part of West Virginia.

Due to the fact that

this population was selected from a restricted geographic region, caution
should be employed in generalizing the results to other populations.
Finally, since this study employed an expost facto quasi-experimental

two group design with seven dependent measures, all the limitations at
tendant to this design are inherent in the study.

Weaknesses inherent •

in this statis-group comparison include selection, mortality, inter

action of selection and maturation as sources of internal invalidity
and interaction of selection as an external source of invalidity.

Definition of Terms
For the purposes of this study, major terms are operationally

defined as follows:
1.

Job Satisfaction is the general overall job satisfaction

score obtained on the 72 item Job Descriptive Index designed by

Smith, Kendall and Hulin.^O

2.

Cellular Administrative Placement Option is a self-contained

classroom comprised of one special education teacher and a group of
special students who are together for instructional purposes for five

hours or more per school day.

Such programs serve special students

who have moderate to severe learning disabilities, mental retardation.

and/or behavioral disorders.
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3.

Noncellular Administrative Placement Option is the re-

source room classroom comprised of one special education teacher
and a group of special students who are in the resource room

for only a portion of their instructional program and who re
ceive the balance of their instructional program from one or

more other regular education teachers.

special

Such programs serve

students who are mildly learning disabled, mildly re-

tarded and/or mildly behaviorally disordered.

4.

Work Interdependence refers to the number of hours that

a teacher spends each week in school and the total number of

hours each teacher works in isolation of other teachers. 21
5.

High Work Interdependence refers to a score of 0% to

24% on a work interdependence scale designed by Bridges. 22

6.

Moderate Work Interdependence refers to a score of 25%

to 74% on a work interdependence scale developed by Bridges. 23
7.

Low Work Interdependence refers to a score of 75% to

100% on a work interdependence scale formulated by Bridges. 24
8.

Work On Present Job refers to the scores on the first

subscale of the Job Descriptive Index, that includes 18 items.^5

9.

Present Pay refers to the scores on the second sub-

scale of the Job Descriptive Index, that includes 9 items. 26

10.

Opportunities For Promotion refers to the scores on the

third subscale of the Job Descriptive Index, that includes 9

i terns.

11.

Supervision On Present Job refers to the scores on the

r
10

fourth subscale of the Job Descriptive Index, that includes 18

■

i terns.
12.

People On Your Present Job refers to the scores on the

fifth subscale of the Job Descriptive Index, that includes 18

iterns. 29y

11
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Chapter II
REVIEW OF THE LITERATURE
A review of the professional literature indicates the need

to orovide administrators with an empirical base for understand

ing employee satisfactions.

Hoy and Miskel provide the following

rationale for studying employee satisfactions:

The individual worker is, in al 1 probabi1ity,
the most complex and least understood variable in
work organizations. Moreover, this complexity and
lack of understanding, combined with the primary
importance of coordinating individual educators to
accomplish the school's goals, comprise a major
source of problems for administrators.1
Work-group relationships figure prominently as a sig-

nificant factor in research pertaining to job satisfaction .
This includes those studies which have rather recently be-

gun to focus on employees in the human-service fields. 3

The

literature reviewed in this chapter will include research per

taining to the following specific factors which have been in
vestigated in relationship to job satisfaction in the business.
industrial, governmental and human service sectors.

1.

Job Satisfaction and Supervision

2.

Job Satisfaction and Individual Employee Differences

3.

Job Satisfaction and Remuneration

4.

Job Satisfaction and Job Performance

5.

Job Satisfaction and Absenteeism and/or Turnover

6.

Job Satisfaction and Job Design
14

15
Job Satisfaction and Supervision
Research concerning job satisfaction and supervision tends

to center on the relationships between task-oriented supervisors

and employee-oriented supervisors.4

The first type of super-

visor is generally character!zed as authoritarian.

Such a

leader places heavy emphasis on meeting production goals.

The

employees serve as a means tor such a goal to be achieved.

The

second type of supervisor is often referred to as being demo

cratic and very considerate and supportive of the employees.
This type of leadership stresses the personal interests and goals

of the employees.$
It is beyond the scope of this study to contrast and compare
the various dimensions of leadership outlined in the professional

1i terature.

A plethora of information does exist relative to

leadership with the emergence of a dual model; one concerned with

organizational tasks and the other with people.

Various theorists

offer detailed explanations of these dimensions (Barnard; Etzioni;
6 It is however.
Cartwright and Zander; Getzels and Guba; Halpin).

essential to discuss those studies which relate specifically to
job satisfaction and leader behavior.

Research dealing with job satisfaction and supervisors in
business and industrial organizations reveal that employees in

business and industry tend to prefer employee-oriented supervisors.'7
It is important to note that a task-oriented leader could be con-

siderate and supportive to his subordinates as well,

This was

supported by the research of House^ as well as Weed, Mitchell and
Moffitt.9

Indeed, the classic Ohio State Leadership Studies which
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were begun in the 1940s investigated these aspects of leader
behavior.

Halpin indicated that effective leader behavior is

high on both consideration and initiating structure.lfl

For

the purposes of the Ohio Leadership Studies, initiating structure was operationally defined as that leader behavior which

clearly outlines the relationship between the leader and the

subordinates while delineating the organizational patterns.
procedures and communication channels.
Further it has been reported that employee expectations
in relationship to the supervisor’s style is an important fac

tor with regard to job satisfaction.

According to Foa:

In practice, it seems desirable, in order to in
crease satisfaction, to assign workers with permissive
expectations to permissive supervisors or to groups
where most workers have authoritarian supervisors would
preferably be in charge of workers with prevailing
authoritarian expectations. Permissive authoritarian
workers with either type of supervisor.11
In the field of education Halpin identifies a surprising

finding relative to job satisfaction.

He notes that many

teachers gain considerable job satisfaction within a school
climate which is character!zed by very little flexibility and

has a very task-oriented principal.

Gruneberg indicates

further that high level employees appreciate task-oriented

1eaders.

In support of this observation, House speculates

that this preference by high level employees may be due to the
fact that the leader who is task-oriented possesses greater

skill to assist the group in attaining its goals.14

Weed, Mitchell

and Moffitt investigated three leadership styles and reported that

the leader high on both task-orientation and human relations

17

was 1iked best.
Job satisfaction is related to human relations skills as
Research by Misshawk indi-

well as other leadership skills.

cates that despite the occupational level emoloyees are con
cerned with the human relations skills of their supervisors.

However, Misshawk also reported that despite the skill level
of employees (low, medium or high) technical and administra
tive skills were of importance to the job satisfaction of the

employees in addition to the supervisor's human relation skills. 17
McGregor's Theory X and Theory Y 18

sights for the administrator.

offer additional in

Theory X maintains a traditional

view of the employee as an individual who dislikes work.

yields a contrasting view.
psychological need to work.

Theory Y

It assumes that the employee has a

Other theorists assert that their

is much evidence to support Theory Y. 19

It is particularly

evident that even the employees most hostile to the supervisor

or organization still manage to find something within the work
place with which to be satisfied.

The administrators utilizing the Theory Y formulations per
ceive their jobs as arranging conditions within the school and

its method of operation in ways that support the efforts of

teachers.

The administrator within the educational organiza

tion who is concerned with the facilitation and support of

professional personnel requires an empirical base for arranging
conditions within the school; and, for creating an organization
which is supportive to the efforts of professional staff.

The

situation becomes increasingly complex for the administrator

r
18
charged with delivering special education services.

This com

plexity is the result of the various administrative nlacement

options used to deliver services.

This administrator must fully

understand the satisfactions of teachers working in these olace-

nient options in order to arrange conditions within the school
and its method of operation in ways that supoort. the efforts of

teachers.

In fact, the professional literature indicates that

teachers are better able to provide for their own job satisfaction and contribute to the school's goals when administrators
are able to arrange conditions to support teachers. 21 Si nee
there appears to be a lack of information relative to the job

satisfaction of special educators working in the two most pre
valent administrative placement options it appears that there is

a need for further inquiry in this area.
Job Satisfaction and Individual Employee Differences
The research reviewed in this section concerns the relation

ship between job satisfaction and such individual employee dif

ferences as gender,age, educational background, and mental
health.

The effects of these variables have small and often in-

consistent relationships with job satisfaction of employees.22
Herzberg reports that job satisfaction of employees begins
high, declines and then increases until retirement age.23
Other researchers such as Saleh and Otis report that a decline in

job satisfaction begins five years prior to retirement.

It is

postulated that this psychological distancing may cause the re
tirement to become more appealing.24

I

19
The report of a special task force to the Secretary of

Health, Education and Welfare suggests that younger workers ap
proach work more intrinsically motivated than older workers

with a larger percentage of younger workers perceiving that
management stresses quantity to a greater degree than quality
of work.25

This, it is reported, has an adverse effect on the

job satisfaction of younger workers.

It is also postulated by

Strauss that these younger workers with their lower level
needs satisfied may demand job satisfaction and self-actualization

al so.28
Research investigating the relationship of gender upon the

job satisfaction of employees has also yielded inconsistent find-

i ngs . 27

Herzberg's assertions that job satisfaction starts high,

declines, and later rises has been demonstrated for male employees

however, the same results are not consistently reported for fe
males. 28

Attitudinal variables have also been investigated rela-

tive to gender.29

These researchers indicate however that this

may be attributable to inequalities in pay and promotion potential among other factors.50

Insupport of this observation Strauss

reports the following relative to women:
...they look upon their jobs not just as a means
of earning a living but also as a source of self-expression.
Both minorities and women show decreased willingness to accept second-class jobs.51
Brown reports that women hold fewer jobs which require sub
stantial discretion.32

Since challenging work is a contributing

factor to the job satisfaction of employees, the lack of dis
cretion available to female employees suggests that they have

11 I I
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less intrinsically satisfying jobs than do males.

The relationship of job satisfaction and education level

has also attracted the attention of researchers.

As with the

other variables of individual employee differences, investi

gations of education level and job satisfaction have yielded

inconsistent findings.

Quinn reports that the importance of

financial rewards diminish and the importance of challenge rises

when employee education level rises.33

A study originating at

the University of Michigan indicates that workers who have at
tended college but do not hold a degree seem less satisfied
when compared to workers of similar age and occupation.34
This lack of satisfaction is attributed to a feeling of
being overly educated for their jobs.

Several researchers

(Vollmer and Kinney; Klein and Maher) have reported a negative

correlation between education level and job satisfaction .
It is theorized that job satisfaction in reduced because the high

ly educated employee expects more from his job in terms of pay
and working conditions.

Further it is thought that the college

educated employee has a college educated reference group to
which to compare his achievements.

Herzberg reports that a

positive relationship exists between education level and job
satisfaction. 36

Personality has also been explored in relation to job
satisfaction .
esteem.

A number of researchers have investigated self

It was noted by Korman that this personality trait

is essential to the understanding of job satisfaction.3?

He

asserts that employees with low self-esteem will not be satis-
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f i ed

as a result of task achievement.

Korman also maintains

that for the high self-esteem employee there will be a rela-

tionship between job performance and job satisfaction. 38

This,

of course, has the potential for job dissatisfaction when the

high self-esteem employee perceives his performance as lackinq.
The relationship of job satisfaction and the expectations of indi

vidual employees has been investigated with regard to female
nurse^ serving mentally

pi tai setti ngs.

retarded adults in 30 different hos-

Moores and Grant analyzed nurses percep-

tions relative to the following six factors: (1) job satisfac
tion, (2) institutional identification, (3) irritabi1ity,
(4) strictness, (5) activity, (6) sociability. 40
Factor analytic techniques revealed three factors.
are (1) staff expectations,

ance.

They

(2) job satisfaction, (3) intoler-

It was noted that in so far as staff expectations were

reported, nurses held significantly differing expectations
towards the mentally retarded patient.

The second factor, job

satisfaction measured the perceptions of the nurses toward the
job itself.

The second factor is very much related to the
hospital as a point of reference rather than the
patient and appears to reflect the degree of nurses'
discontent with their jobs and their alienation from
the hospital. In particular, it is representative
of feelings of personal exclusion from decision-making
and injustice arising from receiving few rewards for
effort expended and of being expected to work in dis
agreeable conditions. Staff scoring low on this
factor felt, among other things, that they didn't get
enough recognition for all the work they did, that
doctors rarely asked for information about particular
patients from nursing staff, and that they were not in
cluded enough when plans for the residents were being
made. It is hard to resist the temptations of thinking that
persons scoring poorly on'this factor would rank as dissat
isfied in Herzberg's dual factor motivation-hygience theory.
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The third factor was represented by such statements as,
"if you let patients talk about their troubles, they end no

complaining even more.... ••43
Meile conducted a study regarding the relationshio of

job satisfaction and supervisory authority and individual em-

ployee differences.44

The population used in the study was

comprised of professional staff (viz., teachers, psychologists,
etc. )

working in a large state institution serving mentally re

tarded individuals.

Mei le reported the following major findings:

Psychologists and educators on the average, were
the most satisfied of the professionals while the recre
ation and vocational habilitation staff are the least
satisfied. Controlling for age and length of employment
at the institution did not alter the pattern of differences
in satisfaction by types of profession.45
Kornhauser reported a positive correlation between job sat

isfaction and mental health.46

He reported that self-esteem

correlated with job satisfaction and mental health.

Accordi ng

to Kornhauser:

...Poorer mental health occurs whenever conditions
of work and life lead to continuing frustration by fail
ing to offer means for perceived progress toward attainment
of strongly desired goals which have become indispensable.47
In summary, the research relative to individual employee
differences and job satisfaction have yielded inconsistent find-

i ngs.

It appears that there is a need for more current research

concerning individual employee differences.

Gender is one such

variable which should receive a more current investigation.
The social changes of recent years such as the increased number
of women in some professions may yield new insights relative to

job satisfaction in those professions.
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The investigations of education level and job satisfaction

have also yielded inconsistent findings.

Many of these in

vestigations compared persons of similar occupation who possessed
differing education levels such as those who attended college
and those who did not.

There is, however, a dearth of informa

tion, relative to the job satisfaction of teachers who are currently at similar stages of education but who are working in

differing administrative placements.
Job Satisfaction and Remuneration
The relationship between job satisfaction and pay has been

studied from various perspectives.

Yet the relationship is so

complex that researchers are far from understanding it completely.48
The importance of money varies among individuals.

Accord-

ing to Wernimont and Fitzpatrick the importance of money varies

according to sex, age, personality and economic factors.

Schwab and Wallace report that satisfaction with pay is related

to position in the organization.^

It was reported that the

higher the position within the organization, the lower the
satisfaction with pay.

Lawler reports that managers over

estimate the pay of subordinates.

Since satisfaction with pay

is somewhat dependent upon comparisons with what others earn, the
overestimate of the pay of subordinates may lead to dissatisfac
tion with pay.
Zaharia and Baumeister analyzed the job satisfaction of 500

technicians working in state supported residential facilities
for the retarded.52

Using the Job Descriptive Index developed

by Smith, Kendall and Hui in the researchers found that with

I
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respect to remuneration, employees (technicians) surveyed exhibited
significantly lower job satisfaction scores than those employees in
the industrial sector.

According to the researchers, "technicians
generally regard their pay and their work as unrewarding. .,53
In another study

faci1i ty

of employees in a community-based residential

for the retarded it was found that scores for wages and

advancement potential were the lowest of all the scores. 54
The Job Descriptive Index was utilized.

According to the re

searchers, George and Baumeister:

The findings of the present study revealed a
major problem with the level of pay across all positions.
Another job/better pay was given as the major irritant.
House managers and administrators rated pay as the least
satisfying part of the job. In the employee interviews,
an increase in pay was given top priority as one of the
things that needed to be changed.55
Klein and Maher in their study of education level and satis

faction with pay report:

...satisfaction with pay is partially determined by future
prospects on the same job though the pay satisfaction items are
phrased to tap current satisfaction. Apparently our subjects
future and anticipated salaries as a potentially positive refer
ent that generalizes to an evaluation of their current pay.56

It has been reported that among teachers an ethic of dedication prevails which elevates service over economic benefits. 57
Barnard theorized that organizations unable to offer appropriate in

centives employ persuasion to

employees. 57

achieve

attitudinal changes among

It may be this organizational technique which has

traditionally operated in human service organizations.

The pro

fessional literature does report new attitudes toward remuneration
by personnel in these agencies.

strikes,

Increasing militancy,

and- unionization among professional and service personnel
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is sufficient evidence of change.68
When the individual's needs are greater than the rewards of

the job an inequity is created which ultimately leads to dissatis fact!on.69

With the creation of a variety of delivery systems

for special education services it seems aporooriate to measure the
perceptions of personnel in these placements relative to remuneration to determine if there is a difference between the perceptions

relative to pay of the personnel working in the most prevalent
administrative placement options.

Job Satisfaction and Job Performance
Traditionally it was assumed that high job satisfaction led
to high performance.
assumption.66

However, this is no longer the prevailing

Correlations have been reported between job satis-

faction and performance but these have often been low and not

statistically significant.6^

Lawler and Porter postulate a

theoretical model that performance leads to job satisfaction. 62

They conclude:
In summary, we have argued that it is important to
consider the satisfaction level that exists in organiza
tions. For one thing, satisfaction is important because
it has the power to influence both absenteeism and turn
over. In addition, in the area of job performance we
have emphasized that rather than being a cause of per
formance, satisfaction is caused by it.63

Sutermeister postulates a circular relationship between job
satisfaction and performance.64

He asserts that performance brings

rewards and satisfaction which produces more effort because of

anticipated rewards which yield high performance and more satisfac
tion.

Hackman and Lawler found that satisfaction with four dimen-

26
sions of jobs was positively related to job performance.

These di-

mensions are autonomy, variety, identity and knowledge or results. 65

These researchers reported that these dimensions were additive in

that the higher the total score the greater the job satisfaction and
performance.

Katzell and Yankelovich concur with the report of Hackman and
Lawler that the dimensions are additive.

They advance a critical

mass approach to increasing job satisfaction and performance which

includes changing several dimensions of a job in order to have a
noticeable effect on performance

and job satisfaction.

Several researchers have indicated a positive relationship be

tween job satisfaction and job performance with regard to employees
in human-service fields (Nirje; Repucci, Saunders and Wilkinson;

Sarata).

A review of extant research by Sarata revealed only 20

empirical studies pertaining to

job satisfaction within the human

service sector.
Sarata attempted to investigate the job satisfaction of directcare employees working with the mentally retarded. 69 The researcher
surveyed the attitudes of 222 employees utilizing the Job Descriptive

Index.

Sarata concluded that extensive direct care and the employee's

perception of job performance (viz., lack of client progress) was a
significant source of job dissatisfaction. 70 In addition, the employee's

overall satisfaction was highly correlated with the employee's level of
satisfaction with the service organization (vis., residential in

stitution) itself.

These findings contradict previous views postu

lated by administrators that the employee’s overall job satisfaction is
primarily influenced by his attitudes regarding employment in the
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field of mental retardation.

In summary, it appears that further study of job satisfaction
within the human-service sector is warranted.

It is also apparant

from the comprehensive review of the literature by Herzberg that
there is a low but positive correlation between job performance and
job satisfaction.

Sarata reported that personnel providing direct

care to the mentally retarded percive their own job performance in
relation to client progress.

It was reported that a lack of client

progress was a significant source of job dissatisfaction.

It seems

appropriate then to investigate the job satisfaction of employees
working with other populations of exceptional individuals.

Further

research in this regard may provide greater insight into the effect

of client progress, or the effect of working with children of a
particular disability

on the job satisfaction of personnel.

Of

particular interest to education administrators is the effect of
such variables on the job satisfaction of special education teachers.

The two

most prevalent special education placement options contain

exceptional children.

Yet the noncellular administrative placement

option, is designed for the milder forms of learning disability,

mental retardation and behavioral disorders while a cellular admin
istrative placement option is designed for the more severe forms of
these handicaps.

There is a dearth of information comparing the job

satisfaction of educators working in these administrative placement
options.
Job Satisfaction and Absenteeism and Turnover

Several recent reviews of the literature investigate absenteeism
72
within the private sector.
The relationships between absenteeism and

job satisfaction as well as turnover and job satisfaction have at-
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tracted the attention of employers and researchers.73 This is due to

tremendous loss of revenue which results from high rates of
absenteeism and turnover.

Robins reports that absenteeism

costs private industry 15 billion dollars per year in sick
pay and fringe benefits 7^

Bridges asserts that a similar problem

exists among elementary and secondary teachers.

He estimates

that losses due to absenteeism among teachers represent 3.75% of

the total scheduled work days and a resulting cost of 620 million
dollars in substitute costs and fringe benefits 7$
It is often theorized that employee job satisfaction is re

lated to absenteeism and turnover in that the employee will stay

with the organization and attend work regularly if he is satisr•

, 76

fi ed.

Herzberg views absence as a small scale version of the

decision to leave the job and that this employee is likely to leave
in the future. 77

Lyons supports this view that absence may be a

predictor of future termination of employment. 78
Other researchers do not support this view.

Hill and Trist

assert that absence is an alternative to resignation.

They postu

late that this is highly likely when another job is not available.79
Argyle, Gardner and Cioffi report that they found no significant

correlations between turnover and absence among almost one hundred
work groups.

They postulate that absence and turnover may be cor-

related only when alternative jobs are available.80

Gruneberg

reports that among some professions such as those in academia the

following may exist:

Leaving a particular job in such a situation would
clearly have no implications concerning job satisfaction
and is unlikely to be related to previous absence be
havior . 81

i
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It seems apparent, therefore, that the causation of ab

sence and turnover may be different.

Porter and Steers re-

port a low correlation between job satisfaction and absentee
ism as did Vroom.82

Bridges reports the following.

Extant research on the relationship between job satis
faction and employee absenteeism in the private sector
clearly shows that job satisfaction is not a major factor in absenteeism.83
Nicholson, Brown and Chadwick-Jones reviewed twenty-nine
studies and report that job satisfaction as a major cause of

absence is not likely based upon the empirical evidence.84
Bridges' research investigated the relationship between ab

senteeism and job satisfaction among teachers and concluded
that job satisfaction is not a major factor in absenteeism among

teachers.85
phenomenon.86

Ilgen and Hollenback may offer insight into this
They assert that it is unlikely that high job

satisfaction will yield regular attendance in organizations which
offer attractive sick-leave plans.

Job satisfaction and turnover has also been the topic of

researchers.

Porter and Steers reviewed a number of studies

over a period of seventeen years and report a positive relation-

ship between job satisfaction and turnover in fourteen of the
fifteen studies included.

Hulin studied the job satisfaction

of employees for one year and reported lower job satisfaction

existed among workers who resigned than among those who remained
with the organization.

po

A number of factors have been reported in the literature

as having a significant effect on resignation.

Porter and

Steers report that low pay, inequities in pay and the absence

i
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of opportunities for promotion can precipitate resignation.89
These researchers also considered supervision, and job content
and reported that they may be related to turnover to the extent

that the employee's individual expectations are met.

Other

researchers add support to the importance of expectations in
,. , _
90
job satisfaction.

A number of studies in the human service sector reveals that
employee turnover rates and length of serv.ice are significantly
related to the degree of direct patient contact. 91 For example,
McIntire in his study of employees in State Schools found that
the most significant cases of turnover was observed with the

group of direct care employees who worked with the most pro-

foundly handicapped patients.

Dekoven, Miller and O'Connor investigated the influence of

direct patient care on the turnover rate of nonprofessional em92
ployees in a State institution serving the mentally retarded.
These researchers provide additional support to the earlier
findings of Cleland and Peck, and McIntire.

According to the

researchers:
In this study we find that degree of contact remains
a statistically significant factor in determining length
of stay when the comparison is extended over all employees
in the middle to lower paying positions.93
In a more recent study George and Baumeister investigated

the attitudes of human service employees in a community-based
residential setting serving mentally retarded patients.94
In particular, the researchers attempted to identify information

I
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relative to the following factors: length of service; job sat
isfaction; absenteeism; overhead costs; and, turnover rates

of direct-care supervisors as well as house managers.

It was

found that there was a significant relationship between job
satisfaction and turnover of direct-care employees.

These

findings support those previously reported by other researchers. 95
More recently Lakin, Bruininks, Hill and Hauber conducted a

nationwide study of seventy-five facilities to compare the turnover rates of direct-care employees in public and private resi
dential facilities serving the mentally retarded.

It was found

that the older facilities had significantly less turnover rates

than newer facilities.98

The researchers provided the following

additional information:
Employee turnover rates in this study were high
by the standards of most industries; however, for the
sake of perspective we note that their rates were not
uncommonly high for human-service roles 97
In a study of the job satisfaction of a group of high school

teachers it was reported that absenteeism, retention and re

cruitment are significantly related to perceived levels of re
ward.98
in summary, it appears that the causation of absenteeism and
turnover are different.

A low positive correlation has been re-

ported between job satisfaction and absenteeism.

Yet it is

theorized that other factors affect absenteeism such as liberal

sick leave.

Bridges investigated the relationship of ab-

senteeism and job satisfaction among teachers (a profession with
liberal sick leave policies) and concluded that job satisfaction

is not a major factor in absenteeism among this group. However,
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another study of teachers reported that perceived levels of
reward were significantly related to absenteeism, retention
and recruitment.
The relationship of job satisfaction and turnover aopears

cl ear.

Porter and Steers' review of studies over seventeen

years revealed a positive relationship between iob satisfaction

and turnover in all but one study.

The factors reported in the

professional literature as having a significant effect on resigna

tion include low pay, inequities in pay absence of opportunities
for promotion and amount of direct patient contact.

The teaching profession is generally characterized by a very
low level of remuneration.

However, as Vroom indicates 99 job

satisfaction is more an individual question of one's own affective
orientation to the job.

It cannot be said that because the teachers

receive low remuneration that they are necessarily dissatisfied

with pay and therefore more prone to job turnover.

Teaching has

also been characterized as a dead end job with almost no opportunity

for advancement.

Yet it cannot be generalized that all teachers

are upwardingly mobile

, or that they are dissatisfied with the

promotion potential of the particular job that they occupy.
Spuck investigated the perceived levels of rewards of teachers and
found that they are significantly related to retention, recruitment and absence.
The dearth of research relative to special educators indicates

a need to investigate those factors which have been reported in

the literature as related to absenteeism and turnover.

Such

factors include the promotion potential of the current job,

I
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the amount of direct contact with clients and the perception of

levels of reward.

The administrator charged with administering

the two most prevalent special education administrative place

ment options could utilize these findings for understanding the
potentially different job satisfactions of teachers working in

these placements options.
Job Satisfaction and Job Design

Subsequent to the major findings reported from the Hawthorne
studies, researchers have increasingly focused their attention
on the influence of social interactions, as an element of job

design and/or job redesign, on the job satisfaction of employees
from various organizational sectors.

Herzberg, Mausner and

Snyderman reviewed the professional literature and concluded
that social interaction is a prominent factor in studies deal

ing with job satisfaction JOO
It is important to note that Herzberg’s two-factor theory

includes three types of interpersonal relations among eleven

hygieme

factors.

These include interpersonal relations with peers.

supervisors and subordinates.

Hygienes, Herzberg theorizes pre

vent an employee from developing job dissatisfaction^

•More

recently, Fuller and Miskel developed eight categories including
124 incentives which they derived from the professional literature.

A sample of more than 500 educators revealed preferences

among the 124 incentives.

Ninety-one percent of the respondents

i ndicated that a source of incentive was how the employees work

together.

Under the same category, "The People With Whom>

I Work”,

f
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seventy percent of the respondents indicated a source of incentive

was whether or not the employees work as a team.

More than sixty

percent expressed "Getting Along With People At Work" as a source of
102 A number of other researchers have stressed the imincentive.
portance of work-group relationships. 103 Herzberg in reporting on job
rotation as a strategy for job redesign cautions that job rotation
could disrupt the social relationships of the work place which are a
source of job satisfaction. 104

Stogdill considers the measure of group effectiveness to include
three factors, the group's output, the group’s satisfaction and the
group morale.

leadership exist.

Bowers and Seashore theorize that four aspects of

One of these aspects is the facilitation of inter

action among group members.

This aspect of leadership is to permit

the group's members to establish close relationships.^^
Bridges in a study of elementary and secondary teachers supports

the importance of work group relations.

He reports:

...specifically, job satisfaction and absenteeism are more
apt to be related under a condition of high work interdependence
than under moderate or low interdependence. '
Bridges concluded that absenteeism decreased under a condition of
high work interdependence.

1 OB

In summary, the professional literature reveals that subsequent
to the Hawthorne studies researchers have increasingly been concerned

with the influence of social interactions, as an element of job de-

sign and/or job redesign, on the job satisfaction of employees from
various organizational sectors.

A number of studies have

indicated that work-group relationships are a significant factor on

the

job

satisfactions

of

educators.

More

recently,

!
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attention has been focused on the

construct work

interdependence ( an element of both work-group relationships and
job design) as a significant influence on the job satisfaction

of teachers JU
A plethora of research exists regarding the influence of

work-group relationships of employees in various organizational

sectors including teachers. 112 There appears to be little, if

any, research available pertaining to the job design and job
satisfaction of special educators working in cellular and noncellular administrative placement options.

There appears t0 ^e a

need to investigate the job satisfaction, work interdependence,
and work-related factors of special educators working in a
cellular and noncellular administrative placement options.
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Chapter III

Procedures

Sample
The sample for this study was comprised of 36 special education

teachers presently employed by public school systems in southern West
Virginia, who are either working in a resource room program or a self-

contained classroom program who were concurrently attending special

education classes at the West Virginia College of Graduate Studies,
Institute, West Virginia.

All persons in the study were asked to

complete the 72 item Job Descriptive Index developed by Smith,

Kendall and Hui in,1 and indicate the total number of hours they work
in isolation of other teachers.

Fifteen self-contained and twenty

one resource room teachers participated in this study.

Method

Each of the 36 persons were asked to complete the 72-item Job
Descriptive Index developed by Smith, Kendall and Hulin^ and to
respond to five work-related factors in terms of three choices. They

are: true to the work situation; not true;

or that he is not sure.

In addition, to responding to: the nature of the work, supervision,

co-workers, wages, and promotion potential, an overall general job
satisfaction score was tabulated for each person.

All the subjects in this study were asked to respond to two
questions asked on a work interdependence scale designed by Bridges.
First, they were asked to calculate the total number of hours that

they spend each week in school.

Second, they were asked to compute

the total number of hours they work in isolation of other teachers.
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The experimenter then determined the level of work interdependence
by dividing the total number derived in step one into the total num-

This

ber calculated in step two and multiplied the result by 100.

expost facto study is comprised of a two group design, with seven

dependent measures (viz., job satisfaction, work interdependence,
pay satisfaction, nature of the job, supervision, satisfaction with

coworkers and promotion potential) and two independent measures (viz.,

cellular and noncellular administrative placements).

A multi-variate

analysis of variance (MANOVA) was employed to provide multiple analy

sis of the interactions that could possibly be present.
Instrumentation
The Job Descriptive Index designed by Smith, Kendall and Hulin was
utilized in this study to measure the following five elements of the

work situation: (1) the nature of the work; (2) supervision; (3) coworkers; (4) wages; and, (5) promotion potential.
The Job Descriptive Index is comprised of 72 phrases in which the

subject is asked to respond along three choices: true to the subject’s
work situation, not true, or that the subject is unsure.
The professional literature indicates that the Job Descriptive In

dex is an effective indice for measuring job satisfaction of employees
in human service organizations 4

as supported by the validation and

reliability studies conducted by Zaharia and Baumeister.^

In support

of the above findings Bridges provides the following information
about the Job Descriptive Index: "According to Price, this index is

the most valid measure of job satisfaction in current use." 6

Work interdependence scores were
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obtained by itlizing a for-

mula designed by Bridges as follows:
Work interdependence as measured by asking respondents to
indicate (l)the total number of hours they spend each week in
school and (2) the number of hours they work in isolation of
other teachers. The level of interdependence was calculated by
dividing (1) into (2) and multiplying the result by 100. The
larger the score on this measure, the lower the level of work
interdependence. One piece of evidence attesting to the validity
of this measure of work interdependence is its relatively high
correlation with the Staffing Pattern Inventory a questionnaire
designed to measure the extensity and intensity of collaboration
among teachers.7

For the purposes of this study, work interdependence scores of
special educators in both groups are identified according to the fol
lowing three classifications: High work interdependence (0% to 24%);

moderate work interdependence (25% to 74%); and low interdependence

(75% to 100%).
Hypotheses

Each of the questions answered by this study were in a nondirectional, null hypothesis form as follows.
1.

There will be no significant differences between the job sat-

isfaction of special educators working in a cellular administrative
placement option and those working in a noncellular administrative
placement option.

2.

There will be no significant differences between the level of

work interdependence of special educators working in a cellular admin
istrative placement option and those working in a noncellular admin
istrative placement option.
3.

There will be no significant differences between the level

of pay satisfaction of special educators working in a cellular admin

istrative placement option and those working in a noncellular admin-
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istrative placement option.
4.

There will be no significant difference between the level of

satisfaction with the nature of the job of special educators working

in a cellular administrative placement option and those working in
a noncellular administrative placement option.
5.

There will be no significant differences between the level of

satisfaction with supervision of special educators working in a

cellular administrative placement option and those working in a
noncellular administrative placement option.

6.

There will be no significant differences between the level

of satisfaction with co-workers of special educators working in a
cellular administrative placement option and those working in a

noncellular administrative placement option.
7.

There will be no significant differences between the level

of satisfaction with promotion potential of special educators work
ing in a cellular administrative placement option and those working

in a noncellular administrative placement option.

Data Analysis
This study

employed an ex post facto quasi-experimental two (2)

group design, with

7

dependent measures.

The data generated from

this study was analyzed using multivariate analysis of variance
(MANOVA).9

The hypotheses formulated in this study were tested

utilizing the F statistic at the .05 level of significance.

Addi

tionally, the Mann Whitney U Test was employed to test the second

hypothesis.
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Chapter IV

Findings
The purpose of this study was twofold: (1) to add to the

theoretical assumptions of research concerning the imoortance of

job satisfaction of professional personnel working with handicap

ped populations; and, (2) to provide theoretically based research

en job satisfaction.

The variables selected for comparisons be

tween special educators in cellular' and noncellular administrative

placement options were: overall job satisfaction, level of work
interdependence, pay satisfaction, nature of the job, supervision,

coworker and promotion potential.
Results

The statistical method used to test the Hypotheses I, III,

IV, V, VI, and VII was multivariate analysis of variance (MANOVA).1
The results are included in Table I.

utilizing a Mann Whitney U Test. 2

Hypothesis II was tested

The data were reported in raw form

in Appendix B. The null hypotheses tested in this study are listed
below with accompanying results.

Hypothesis I: There will be no significant difference between
the job satisfaction of special educators working in a cellular

administrative placement option and those working in a noncellular
administrative placement option.
The first null hypothesis was retained that no significant

difference existed between overall job satisfaction of special
educators working in a cellular administrative placement option

and those working in a noncellular administrative placement option.
The F ratio was 3.75 with the probability of F at 0.0611.Criterion

was set at .05.

The null hypothesis was retained.
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Hypothesis II:

There will be no significant difference between

the level of work interdependence of soecial educators working in
a cellular and noncellular administrative placement option.
The second null hypothesis was rejected that there was no

significant difference between the work interdependence level of
special educators working in a cellular administrative placement
option and those working in a noncellular administrative olacement
option.

As a group the cellular placement teachers spent 89% of

their total time in isolation of other teachers.

On Bridges'

worker interdependence scale this represents a level of low interdependence.

As a group the noncellular placement teachers spent

72% of their total time in isolation of other teachers.

On Bridges'

worker interdependence scale this represents a level of moderate
i nterdependence.
determi nati on.

A Mann Whitney U Test was emoloyed to make this
A score of 5.95 exceeded the critical value of 1.64

This test of significance at the .05 level indicates that the
special educator in the noncellular administrative placement ootion

has a significantly greater level of work interdependence than the
special educator in the cellular administrative placement option.

Hypothesis III:

There will be no significant difference be-

tween the level of pay satisfaction of special educators working

in a cellular and noncellular administrative placement option.
The third null hypothesis was retained that no significant

difference existed between the level of pay satisfaction of special
educators working in a cellular administrative placement option
and those working in a noncellular administrative placement ootion.

The F ratio was 1.14 with the probability of F at 0.3404.
was set at .05.

Cri terion

The null hypothesis was therefore retained.
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Hypothesis IV:

There will be no significant difference between

the level of satisfaction with the nature of the job of special edu
cators working in a cellular administrative placement option and

those working in a noncellular administrative placement option.

The fourth null hypothesis was retained that no significant dif
ference existed between the level of satisfaction with the nature of

the job of special educators working in a cellular administrative

placement option and those working in a noncellular administrative
placement option.

0.3404.

The F ratio was

Criterion was set at .05.

1.14 with the probability of F at
The null hypothesis was therefore

retai ned.

Hypothesis V: There will be no significant difference between

the level of satisfaction with supervision of special educators work
ing in a cellular administrative placement option and those working
in a noncellular administrative placement option.
The fifth null hypothesis was retained that

no significant di f-

ference existed between the level of satisfaction with supervision of

special educators working in a cellular administrative placement option.

The F ratio was 1.14 with the probability of F at 0.3404. Cri-

terion was set at .05.
Hypothesis VI:

The null hypothesis was therefore retained.

There will be no significant difference between

the level of satisfaction with co-workers of special educators work

ing in a cellular administrative placement option and those working
in a noncellular administrative placement option.

The sixth null hypothesis was retained that no significant dif
ference existed between the level of satisfaction with

co-workers
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of special educators working in a cellular administrati ve dace-

ment option and those working in a noncellular administrative place

ment option.
0.3404.

The F ratio was 1.14 with the probability of F at

Criterion was set at .05.

The null hyoothesis was there-

fore retained.
Hypothesis VII-

There will be no significant difference be-

tween the level of satisfaction with promotion potential of soecial

educators working in a cellular administrative placement ootion
and those working in a noncellular administrative placement option.
The seventh null hypothesis was retained that no significant

difference existed between the level of satisfaction with pro

motion potential of special educators working in a cellular admin

istrative placement option and those working in a noncellular administrative placement option.

probability of F at 0.34Q4.

The F ratio

was 1.14 with the

Criterion was set at .05.

hypothesis was therefore retained.

The null
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FOOTNOTES

^■Maurice M. Tatsuoka, Multivariate Analysis: Techniques
For Educational and Psychological Research (New York, Wiley, 1971 ),
u. 197.
9

Carol T. Fitz-Gibbon and Lynn Lyons Morris, How to Calcu
late Statistics.
(London: Sage Publications, 1978) p. 65-69.

Chapter V
Conclusions
The administrative placement option of special education teach

ers was investigated relative to satisfaction.

The administrative

placement options investigated were the cellular administrative
placement option (the self-contained classroom) and the noncellular

administrative placement option (the resource room).

The Job

Desriptive Index, an indirect measure of job satisfaction was employed.

Scores were computed relative to the five measures: work

on the job, present pay, opportunities for promotion, supervision
An overall job satisfaction

on the job and people on the job.

score was also computed for each person.
In addition to job satisfaction, this study investigated the

level of work interdependence of special educators working in cellu
lar administrative placement options and those working in noncellular

Bridges formula was employed to

administrative placement options.

determine work interdependence.

This formula yields three classifi-

cations of work interdependence.

These include high work interde

pendence (0% to 24%),moderate work interdependence (25% to 74%), and
low interdependence (75% to 100%).
Seven null hypotheses were tested. Six of these hypotheses

centered upon job satisfaction.

These six hypotheses compared

special educators working in a cellular administrative placement

option with special educators working in a noncellular administra
tive placement option on overall job satisfaction (Hypothesis I);
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pay satisfaction, (Hypothesis III); satisfaction with the nature

of the job, (Hypothesis IV); satisfaction with supervision (Hypo
thesis V); and, satisfaction with co-workers (Hypothesis VI). The

data generated was analyzed using Multivariate Analysis of Variance

(MANOVA).

All six null hypotheses relative to job satisfaction

were retained that there was no significant difference between the

two groups of special educators on these measures.
In addition to the six hypotheses relative to job satisfaction
it was hypothesized that there would be no significant differences

relative to level of work interdependence of these two groups of
special educators.

A Mann-Whitney U Test was employed to test the

null hypothesis relative to interdependence of these two groups of

special educators.lt was rejected because the statistical test of
the hypothesis indicated the existence of a significant difference

between the level of work interdependence of special educators
working in these two administrative placement options.

A Duncan Multiple Range Test was employed to determine if a

significant difference existed relative to the score on the five

measures when treating the two groups as one homogeneous group. A
significant difference was reported for two clusters of the five
measures.

The first cluster was comprised of responses to measures

of work on the job, people on the job and supervision on the job.
The second cluster was comprised of responses to measures of present
pay and opportunities for promotion.
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The findings of this study have implications for the education

administrator charged with administering the two most prevalent
special education placement options.

Since there was no significant

difference between overall job satisfaction of special educators

working in cellular administrative placement options and those in
noncellular administrative placement options, it may be that over

all job satisfaction is more closely allied to the organization

than to the administrative placement option.

This finding seems

to support Sarata's finding that the employee's overall satisfac
tion was highly correlated with the employee's level of satisfac

tion with the service organization itself. It appears that

organizational variables are a larger concern of the administrator
than is the administrative placement option. The education admin
istrator subscribing to McGregor's Theory Y formulations should

investigate organizational variables rather than administrative
placement options when attempting to arrange conditions within
the school and its method of operation in order to support special

education teachers.

It was determined that the level of work interdependence was
significantly greater for special education teachers working in non-

cellular administrative placement options than for those working in
cellular administrative placement options.

This determination was

made employing a formula developed by Bridges.

Yet, Bridges also

indicates that level of work interdependence has a significant
influence on the job satisfaction of teachers.

In this study, however,

there was no significant difference in the job satisfaction of special
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educators working in the two most prevalent administrative placement

options.

There was a significant difference in the level of work

interdependence level of these two groups of special educators.

The

■

professionals working in the cellular administrative placement op
tion had a significantly lower level of work interdependence yet

they did not have a significant difference in job satisfaction.
These findings appear to contradict the findings of Bridges.
Further insight may be gained from Brown’s assertions that lack

of discretion on the job provides less intrinsically satisfying
jobs for employees.

It may be that the increased isolation of the

cellular special educator provides for greater discretion on the

job and autonomy in decision-making.

Resultantly, any inequity

brought about by the increased isolation may be offset by the
increased discretion.

Brown posits that challenging work is a

contributing factor to job satisfaction. The results of this study
seem to indicate that the education administrator charged with

administering these two placement options does not need to be con

cerned with the level of work interdependence as a factor in the
job satisfaction of these two groups of special educators.
The results of the statistical test of the hypotheses relative

to pay satisfaction, satisfaction with the nature of the job, satis
faction with supervision, coworkers, and promotion potential re

vealed no significant difference between these two groups of special
educators on these measures.

A review of the extant research re-

veals that these findings are unique in that heretofore researchers
have not compared the job satisfaction of public school special
educators working in cellular and noncellular administrative place-
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ment options along the five measures ascertained by the Job
Descriptive Index.
There was no significant difference in job satisfaction

between these two groups of teachers along the five measures.

However, when the two groups were not separated by administrative
placement option but treated as a homogeneous group there was a

significant difference in the perceptions of these special education teachers on the five measures.

There was a significant

difference in the satisfaction with the nature of the work.

supervision on the job and the people on the job when compared
with the satisfaction with present pay and opportunities for

promotion.

The later measures were listed as major irritants.

These findings imply further that the education administrator

must examine organizational variables such as remuneration and

promotion potential as factors in job satisfaction. These find
ings concur with those of Klein and Maher who report that satis
faction with pay is partially determined by future prospects on

the same job.
It is interesting to note that while the special educators

working in the cellular administrative placement option serve

students with moderate disabilities and

the special educators

working in the noncellular administrative placement option serve
students'with the mild disabilities there was no significant

difference between the job satisfaction of these educators. It
appears

that the severity of disability of students does not

significantly effect the job satisfaction of special educators
working in cellular and noncellular administrative placement

r

options.

This writer suggests that this study of the influence of
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cellular and noncellular administrative placement options on
the job satisfaction, work interdependence and work-related
factors be replicated with larger groups of special educators.

Also it is recomnended that specific biographical factors
be investigated relative to their relationship to job satisfac

tion of special

educators.

Biographical information relative to

gender, marital status, age, highest professional degree earned,

certification held, as well as number of years experience work
ing with special populations may yield important information

relative to job satisfaction of special educators.

It is

suggested, too that organizational variables be investigated

relative to special educators

job satisfaction.

Further study may be warranted in order to determine the degree

of work interdependence of regular education teachers and its relation
ship to ;job satisfaction.

Bridges assertions should be tested with

other populations of educators.

In addition it seems appropriate to

note that the measures of job satisfaction utilized in this research
(supervision, coworker, pay, promotion potential, nature of the job)
should be utilized with populations of regular education teachers in

order to determine satisfaction on these measures and to discover

possible ways to alter the school organization .fo increase satisfaction .

The evidence certainly indicates that pay and promotion potential are
major irritants to the special educators participating in this study.
That finding may ; exist for other educators as well.
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1.

Please check one:
I am a resource room teacher.

I am a self-contained classroom tea

2.

3.

Please fill in the following blanks.

I spend

hours per week in the school where I teach.

I spend

hours per week in isolation of other teachers.

Please complete the attached questionnaire.

Thank

you.
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TABLE VI
Mann Whitney U Test Raw Data Table
Group One: Cellular Administrative Placement Option

Subjects

Percentage of Time
In Isolation

Rank

A 1

86%

18

A 2

90%

9

A 3

93%

7

A 4

88%

12

A 5

83%

19.5

A 6

83%

19.5

A 7

100%

3

A 8

100%

3

A 9

88%

12

A10

95%

5

All

88%

12

Al 2

75%

25

Al 3

94%

6.5

A14

94%

6.5

Al 5

71%

28

81
TABLE VII

Mann Whitney U Test Raw Data Table
Group Two: Noncel1ular Administrative Placement Option
Subjects

Percentage of Time
In Isolation

Rank

B 1

07%

34

B 2

03%

35

B 3

01%

36

B 4

74%

26

B 5

72%

27

B 6

67%

29

B 7

63%

30.5

B 8

63%

30.5

B 9

56%

32.5

B 10

56%

32.5

B 11

100%

3

B 12

100%

3

B 13

100%

3

B 14

98%

4

B 15

79%

30

B 16

92%

8

B 17

88%

12

B 18

75%

25

B 19

78%

22

B 20

88%

12

B 21

75%

25

APPENDIX D
Duncan Multiple Range Test Summary Table
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TABLE VIII

Duncan Multiple Range Test
Summary Table

(Means with the same letter are not significantly different.)

Mean

N

People On The Job

33.917

36

A

Supervision On The Job

33.028

36

A .

Work On the Job

32.417

36

A

Present Pay

13.333

36

B

Opportunities For
Promotion

12.333

36

B

Measure

Groupi ng

VITA

VITA

Edith Foran Lombardo was born February 5, 1948, at Jersey City,
New Jersey.

She attended public schools in Jersey City, New Jersey,

and was graduated from William L. Dickinson High School in 1965.

After completing 94 semester hours at Jersey City State College, in
elementary education and special education she obtained the Bachelor

of Science in Education from Southwest Missouri State University,
Springfield, Missouri in 1973.

In 1981 Mrs. Lombardo received the

Master of Arts degree in specific learning disabilities from the

West Virginia College of Graduate Studies, Institute, West Virginia.

Mrs. Lombardo has taught handicapped and nonhandicapped students
in both public and private schools.

She was founder and administrator

of the laboratory school of the Department of Education and Psychology

at Evangel College, Springfield, Missouri.

Mrs. Lombardo has held the

faculty rank of instructor at both Evangel College and the University

of Charleston.

She has several professional publications to her credit

including a new text book, DEVELOPING AND ADMINISTERING EARLY CHILD

HOOD PROGRAMS (Charles C Thomas Publishers) which she co-authored with
her husband.

Mrs. Lombardo is married to Dr. Victor S. Lombardo and they have
three sons: Victor, age 14; Michael, age 6; and Anthony, age 5.

APPROVAL OF EXAMINING COMUTTEE

/ .

-

--- --

J. Eugene Clements, Ed.D.
,

>/<■

Allen Blumberg, Ed.D.

PatriTTeary^Ed.D.

K

Richard Hunt, Ph.D.

Date

Richard F? Meckley, Ph.D^^

